
Mental Health, Stress and 

Well-being in the 

Workplace 

ECAS7010

Neurodiversity and Mental Health: Cultural and Community 
Perspectives 



The changing 
faces of  work 

• Hybrid working 

• Climate change

• Robotics/AI

• Future pandemics 



The ILO's 

Decent Work 

Agenda

• “Decent work sums up the aspirations 
of  people in their working lives. It involves 
opportunities for work that is productive 
and delivers a fair income, security in the 
workplace and social protection for all, 
better prospects for personal development 
and social integration, freedom for people 
to express their concerns, organize and 
participate in the decisions that affect their 
lives and equality of  opportunity and 
treatment for all women and men” Decent 
work (ilo.org)

https://www.ilo.org/global/topics/decent-work/lang--en/index.htm
https://www.ilo.org/global/topics/decent-work/lang--en/index.htm


Work:  Culture and Community 

• A positive workplace is key to the success of  any company or organisation.

• A poor workplace culture can negatively impact a person’s wellbeing. It can 

also significantly impact the company’s bottom line, leading to low 

productivity and high turnover.

• In contrast, people working in companies that have a positive culture are 

healthier, happier, more productive, and less likely to leave.



Workplace Culture: A Positive Psychology 

Perspective

• Positive workplace culture draws on positive psychology, an evidence-based 

branch of  psychology focused on the character strengths and behaviours that 

lead to living a life of  meaning and purpose.

• People’s behaviours at work are shaped by the organisation’s collective beliefs 

and values. 



Organisational structure and climate

Culture of  the organisation: the values, assumptions and norms 
shared by the organisation 

Mismatch between individual and organisational values 

Unfair organisational climate: perceived fairness and justice 

Employee involvement/participation 

Management of  change 



Factors associated with a positive workplace  

culture

• Trust and psychological safety

• A sense of  belonging

• Professional development opportunities

• Flexibility

Why Workplace Culture Matters - Professional & Executive Development | 
Harvard DCE

https://professional.dce.harvard.edu/blog/why-workplace-culture-matters/#How-to-Recognize-a-Positive-Workplace-Culture
https://professional.dce.harvard.edu/blog/why-workplace-culture-matters/#How-to-Recognize-a-Positive-Workplace-Culture
https://professional.dce.harvard.edu/blog/why-workplace-culture-matters/#How-to-Recognize-a-Positive-Workplace-Culture
https://professional.dce.harvard.edu/blog/why-workplace-culture-matters/#How-to-Recognize-a-Positive-Workplace-Culture


What is Stress?

HSE defines stress as ‘the 
adverse reaction people 

have to excessive 
pressures or other types 
of  demand placed on 

them’.

Employers have a legal 
duty to protect workers 
from stress at work by 
doing a risk assessment 

and acting on it.



RECOGNISING THE SIGNS OF STRESS



Selye’s 1946 General Adaptation Syndrome



Common signs that stress is affecting your wellbeing and 

performance at work include: 

Feeling irritable with colleagues

Finding it hard to concentrate on tasks or 

forgetting things 

Lack of  motivation to do your job 

Feeling tired, anxious or depressed 

Experiencing headaches, nausea or bad stomaches

Poor eating habits 

Difficulty sleeping 

Alcohol misuse

The impact of  stress and anxiety on performance at work

The Yerkes Dodson Law tells us that excessive 

sustained stress will lead to poorer performance, 

ill-health, and burnout.



Scale of  the UK problem: Occupational Stress

https://www.hse.gov.uk/statistics/causdis/stress.pdf

In 2020/21 work-related stress, depression or 

anxiety accounted for 50% of  all work-related ill 

health

Stress, depression or anxiety is most prevalent in:

– Education

– Human health and social work activities

Statistically higher rates of  stress, depression or 

anxiety in 

– Health professionals

– Teaching and other educational professionals

https://www.hse.gov.uk/statistics/causdis/stress.pdf


All jobs have the capacity to be stressful!

• Research has identified 5 major categories of  work 
stress (Cooper et al, 1988)

• Factors intrinsic to the job

• Role in organisation

• Relationships at work

• Career development and achievement

• Organisational structure and climate

• More recently a focus also on the home / work 
interface

HSE: six areas of  work that need to be managed 
properly 

• demands

• control

• support

• relationships

• role

• change



Sources of  work stress

HSE:  Six main areas of  work that can affect stress levels. 

• Demands – workload, work patterns and the work environment

• Control – how much say the person has in the way they do their work

• Support – encouragement, resources provided by the organisation, line management and colleagues

• Relationships  - promoting positive working to avoid conflict and dealing with unacceptable 
behaviour

• Role – whether people understand their role within the organisation and whether the organisation 
ensures that they do not have conflicting roles

• Change – how organisational change (large or small) is managed and communicated in the 
organisation

https://www.hse.gov.uk/stress/standards/index.htm

https://www.hse.gov.uk/stress/standards/demands.htm
https://www.hse.gov.uk/stress/standards/demands.htm
https://www.hse.gov.uk/stress/standards/control.htm
https://www.hse.gov.uk/stress/standards/control.htm
https://www.hse.gov.uk/stress/standards/support.htm
https://www.hse.gov.uk/stress/standards/support.htm
https://www.hse.gov.uk/stress/standards/relationships.htm
https://www.hse.gov.uk/stress/standards/relationships.htm
https://www.hse.gov.uk/stress/standards/role.htm
https://www.hse.gov.uk/stress/standards/role.htm
https://www.hse.gov.uk/stress/standards/change.htm
https://www.hse.gov.uk/stress/standards/change.htm




Cost of  stress

• Personal cost

• Minor ailments – e.g. Headache

• Serious illness – e.g. coronary heart disease

• Social problems – e.g. alcohol or drug 

abuse

• Family problems – families suffer when 

one member is under stress

• Cost to society

• National health service

• Company cost

• Job satisfaction, job performance, absenteeism

• UK Health and Safety Executive 

• 13,000,000 working days lost / year

• £12 Billion cost



Cost of  stress

arguments

higher staff  turnover

more reports of  stress

more sickness absence

decreased performance

more complaints and grievances

Signs of  

stress in 

Teams



Arnold et al., page 443 



Identifying sources of  stress 

• Spend five minutes identifying common sources of  stress in 
your current working environment….  Make a note of  these 
and be prepared to share them with the group 

• Also reflect on any additional sources of  stress you may feel 
(these do not need to be shared!)

• What impact has COVID-19 had on your working 
environments? 



Team Culture 

•  Hybrid Working

• Student demands  

• Compassion Fatigue 

•  Technology 

•   Boundaries

•  Multiple roles 



Identifying opportunities for change

•  What small changes can you make? 

• What changes can you agree on as a 
team? 

• How can you increase your perceived 
and actual control over your working 
environment? 



• Spend five 
minutes matching 
your coping 
strategies to each 
of  the sources of  
stress you 
identified earlier

Social Support at Work 

•  Peer support 

• Wellbeing initiatives 

• Compassion 



Social Support at Work 



Managing stress at work 



• demands

• control

• support

• relationships

• role

• change

• Of  these, which are the most 

amenable to change by the 

organisation? 

• By YOU? 

Managing stress at work 



Managing stress at work 

Primary level interventions  - 
focused around prevention 

Secondary level interventions – 
focused around early intervention 

and coping 

Tertiary level interventions -  
treatment, counselling, job redesign 

etc 
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Stress Management 

Interventions 

Primary Stress Interventions

Primary interventions focus on preventing stress by 

addressing its root causes before they arise.

Secondary Stress Interventions

Secondary interventions emphasise early detection and 

providing coping strategies to manage stress effectively.

Tertiary Stress Interventions

Tertiary interventions aim to treat and rehabilitate 

individuals suffering from severe stress-related 

conditions.



Primary Stress Management 

Interventions

28



Primary: Preventing Stress 

at Its Source

29

Proactive Stress Management

Primary interventions target stress before it 
arises by addressing root causes in workplaces 
and schools.

Organizational-Level Changes

Changing work schedules and job roles can 
reduce stressors and improve psychological 
well-being significantly.

School-Based Programs

Programs like the Good Behavior Game 
reduce substance abuse and antisocial 
behavior long-term in schools.



An example:  Training workshop: Understanding 

our emotional responses to stress and pressure 

during COVID-19



Understanding our emotional responses

https://www.paulekman.com/universal-emotions/

Emotions are a process, a particular kind 

of  automatic appraisal influenced by our 

evolutionary and personal past, in which 

we sense that something important to our 

welfare is occurring, and a set of  

psychological changes and emotional 

behaviors begins to deal with the 

situation."   

Paul Ekman, PhD



Understanding our emotional responses

https://www.paulekman.com/universal-emotions/



Appraisal, Emotions & 

Coping 

• We will all experience different 
emotions, dependent upon the 
significance of  the event to us 
personally, and our appraisals of  
our ability to control (or cope 
with) that situation…..

• We may have multiple emotions 
to one significant event 

Environmental Stressor 

Perceived 

Threat 

Perceived ability to 

cope emotionally  

with the stress  

Secondary 

Appraisals 

If  yes – coping strategies employed

If  no – heightened stress response 

Primary 

Appraisal

Perceived ability to 

control/change the 

stress 



Individual Differences in stress, emotion and adaptation 

Smith, C. A., & Lazarus, R. S. (1990). Emotion and adaptation. Handbook of  personality: Theory and research,

 609-637.



Emotion

Appraisal Core Relational 

Theme

Proposed Adaptive 

Function 

Anxiety •Motivational relevance

•Motivational incongruence

•Low emotion-focused coping potential

Ambiguous 

danger/threat

Avoid potential 

harm

Hope •Motivational relevance

•Motivational congruence

•High future expectancy

Possibility of 

success

Sustain coping 

efforts

Challenge •Motivational relevance

•Motivational incongruence

•High problem-focused coping potential

•High future expectancy

Effortful Optimism Motivate striving 

towards mastery or 

gain

Gratitude •Motivational relevance

•Motivational congruence

•Other accountability

Other credit Reinforce pro-social 

behaviour in others



Emotion

Appraisal Core Relational 

Theme

Proposed Adaptive 

Function 

Anxiety •Motivational relevance

•Motivational incongruence

•Low emotion-focused coping potential

Ambiguous 

danger/threat

Avoid potential 

harm

Hope •Motivational relevance

•Motivational congruence

•High future expectancy

Possibility of 

success

Sustain coping 

efforts

Challenge •Motivational relevance

•Motivational incongruence

•High problem-focused coping potential

•High future expectancy

Effortful Optimism Motivate striving 

towards mastery or 

gain

Gratitude •Motivational relevance

•Motivational congruence

•Other accountability

Other credit Reinforce pro-social 

behaviour in others

I feel anxious about the return to campus because…..

I have preferred working from home

I have felt more in control of  my work-life 

balance working from home

I am not sure I will be able to deal with the stress 

of  more change and upheaval 



Emotion

Appraisal Core Relational 

Theme

Proposed Adaptive 

Function 

Anxiety •Motivational relevance

•Motivational incongruence

•Low emotion-focused coping potential

Ambiguous 

danger/threat

Avoid potential 

harm

Hope •Motivational relevance

•Motivational congruence

•High future expectancy

Possibility of 

success

Sustain coping 

efforts

Challenge •Motivational relevance

•Motivational incongruence

•High problem-focused coping potential

•High future expectancy

Effortful Optimism Motivate striving 

towards mastery or 

gain

Gratitude •Motivational relevance

•Motivational congruence

•Other accountability

Other credit Reinforce pro-social 

behaviour in others

I am looking forward to next year because…..

I am looking forward to seeing my 

colleagues again 

I think the new hybrid model will work 

really well 

I have developed new skills



Emotion

Appraisal Core Relational 

Theme

Proposed Adaptive 

Function 

Anxiety •Motivational relevance

•Motivational incongruence

•Low emotion-focused coping potential

Ambiguous 

danger/threat

Avoid potential 

harm

Hope •Motivational relevance

•Motivational congruence

•High future expectancy

Possibility of 

success

Sustain coping 

efforts

Challenge •Motivational relevance

•Motivational incongruence

•High problem-focused coping potential

•High future expectancy

Effortful Optimism Motivate striving 

towards mastery or 

gain

Gratitude •Motivational relevance

•Motivational congruence

•Other accountability

Other credit Reinforce pro-social 

behaviour in others

I am up for whatever next year brings because …..

I know I have developed the resilience and 

coping strategies to deal with whatever 

comes and it will be ok 



Emotion

Appraisal Core Relational 

Theme

Proposed Adaptive 

Function 

Anxiety •Motivational relevance

•Motivational incongruence

•Low emotion-focused coping potential

Ambiguous 

danger/threat

Avoid potential 

harm

Hope •Motivational relevance

•Motivational congruence

•High future expectancy

Possibility of 

success

Sustain coping 

efforts

Challenge •Motivational relevance

•Motivational incongruence

•High problem-focused coping potential

•High future expectancy

Effortful Optimism Motivate striving 

towards mastery or 

gain

Gratitude •Motivational relevance

•Motivational congruence

•Other accountability

Other credit Reinforce pro-social 

behaviour in others

I feel grateful for…

• My health 

• Having a supportive team/line manager

• Having supportive friends/family

• Being in a job that makes a difference



So what does this mean for us.. and navigating the new normal? 

Same sea…. 

Different boats…

Different days…….



Emotional 

Awareness

We do not choose the emotions we 

experience. However, our emotional 

responses shape our experience of  the 

world. 

In order to choose our responses wisely, 

we must first become more aware of  and 

familiar with our own emotional 

experiences.

• The ability to perceive, use, understand 
and manage our emotions, and 
importantly, to recognise emotions in 
others.

• Associated with empathy – being able 
to understand and connect with others’ 
experiences, even if  different from our 
own.

(Mayer and Salovey, 1990; Goleman. 

Emotional 

Intelligence 



Emotional Intelligence in Leadership: Why It's Important

https://online.hbs.edu/blog/post/emotional-intelligence-in-leadership


Critical Reflection Task (20mins)

What are implications of  
a lack of  emotional 
intelligence in the 
workplace?

As a leader?

As an employee?

Neurodiversity and 
Emotional Intelligence?

Challenges..

Opportunities…



PERMA & the five building blocks of  wellbeing 

• P – positive emotion

• E – engagement

• R – relationships

• M – meaning

• A – achievement

Seligman (2012)



Final Reflections for teams and managers as we prepare to navigate 

the new normal…

• P – positive emotion

• E – engagement

• R – relationships

• M – meaning

• A – achievement

Seligman (2012)

Positive emotion – What is the ‘mood’ like in your team? How are you 

providing positive feedback to eachother? What support are you providing 

people?

Engagement – Are people having the chance to do what they do best 

every day? Do they get the chance to use their ‘strengths’ ?

Relationships – Do team members work collegially or as individuals? Do 

they genuinely seem to care for each other?  Do you work on building 

trusting relationships with all of  your team members? 

Meaning – Do team members appreciate the link between what they do 

and the value they provide? 

Achievement – Do team members have the opportunity to be proud of  

what they are doing? 



Secondary Stress Management 

Interventions

46



Secondary: Early Detection and 

Coping Strategies

47

Early Stress Identification

Early detection programs help identify stress signs before they escalate, enabling timely 
intervention.

Mindfulness Training

Mindfulness training teaches techniques that reduce stress and increase resilience in individuals.

Cognitive-Behavioral Therapy

CBT is effective in managing anxiety and stress by changing negative thought patterns.

Building Resilience

These interventions help build long-term resilience to cope with academic and personal 
challenges.



Talking Toolkits 

• Engage in appropriate 

conversations about stress and 

wellbeing at work 

• Recognise individual differences
Talking Toolkit: Preventing 

work-related stress 

(hse.gov.uk)

https://www.hse.gov.uk/stress/assets/docs/stress-talking-toolkit.pdf
https://www.hse.gov.uk/stress/assets/docs/stress-talking-toolkit.pdf
https://www.hse.gov.uk/stress/assets/docs/stress-talking-toolkit.pdf
https://www.hse.gov.uk/stress/assets/docs/stress-talking-toolkit.pdf
https://www.hse.gov.uk/stress/assets/docs/stress-talking-toolkit.pdf


HSE's Management Standards 
approach to tackling work-
related stress establishes a 
framework to help employers 
tackle work-related stress and, 
as a result, also reduce the 
incidence and negative impact 
of mental ill health.

Mental health conditions, work and 

the workplace - HSE

https://www.hse.gov.uk/stress/standards/index.htm
https://www.hse.gov.uk/stress/standards/index.htm
https://www.hse.gov.uk/stress/mental-health-overview.htm
https://www.hse.gov.uk/stress/mental-health-overview.htm
https://www.hse.gov.uk/stress/mental-health-overview.htm
https://www.hse.gov.uk/stress/mental-health-overview.htm


Talking Toolkits 



• Spend five 
minutes matching 
your coping 
strategies to each 
of  the sources of  
stress you 
identified earlier

Coping effectiveness training (Folkman 1986)

Problem 
focused 
coping

Emotion 
focused 
coping

Avoidant 
coping



Problem-focused Coping 

Problem-focused coping involves trying to change the 
situation in order to eliminate the cause of  the stress. 
Problem-focused coping is useful in situations that are 
amenable to change, but may increase our stress in 
situations which are not able to be changed.

Useful strategies include: 

• Problem solving 

• Making a plan of  action and following it

• Information seeking 

• Seeking support to make a change 

• Talking to a person to seek change 



Emotion-focused coping

Emotion-focused coping can help us manage the negative 

emotions we feel when we are under stress, and includes 

strategies aimed at reducing the level of  distress 

experienced, rather than trying to change the actual cause 

of  the stress.  Useful techniques include: 

• Seeking social support 

• Emotional expression 

• Thinking of  the positives in a situation 

• Meditation techniques and mindfulness 

• Acceptance 



Avoidant Coping  & 
Active Distraction 

Adaptative versus maladaptive 

strategies 

Worry can be like a habit… 

Control your worries… don’t let 

them control you



• Spend five 
minutes matching 
your coping 
strategies to each 
of  the sources of  
stress you 
identified earlier

Coping effectiveness training (Folkman 1986)

•  Match your range of  coping 
strategies to each of  the sources of  
stress you identified earlier 

• Do they work? 

• Are they the most appropriate? 



Self-care as a coping strategy 

•  Exercise

• Eat well 

• Get enough sleep 

• Drink water 

•  Take a break 

•  Walk away 

• Spend time in nature 

• Go on annual leave!



Tertiary Stress Management 

Interventions

SAMPLE FOOTER TEXT 11/25/2025 57



Tertiary: Treatment and Rehabilitation for 

Severe Stress

58

Purpose of  Tertiary Interventions

Tertiary interventions treat and rehabilitate individuals experiencing severe stress-related disorders 
to restore functionality.

Effective Clinical Therapies

Cognitive Behavioral Therapy (CBT) is highly effective for chronic stress and related mental 
health conditions.

Support Programs and Rehabilitation

Employee Assistance Programs and burnout rehabilitation services aid in stress recovery and 
workplace support.

Research Gaps and Needs

There is limited UK-specific research on tertiary interventions for student populations, indicating 
need for further study.



Evaluating Intervention 

Outcomes
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5
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Primary Interventions

Primary interventions focus on preventing 
stress by addressing systemic and 
environmental factors such as job redesign.

Secondary Interventions

Secondary interventions like mindfulness and 
CBT manage symptoms and build resilience 
with sustained benefits.

Tertiary Interventions

Tertiary interventions treat severe stress 
disorders, with CBT as the most supported 
therapeutic approach.

Holman, D., Johnson, S., & O'Connor, E. 

(2018). Stress management interventions: 

Improving subjective psychological well-

being in the workplace. In E. Diener, S. 

Oishi, & L. Tay (Eds.), Handbook of  well-

being. Salt Lake City, UT: DEF Publishers. 

DOI:nobascholar.co



Next Week 

• Implications of  Neurodiversity for Stress and Wellbeing in the 

Workplace

• Find an interesting paper and be prepared to discuss in class…
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